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EERE Workforce Plan Executive Summary
The EERE Workforce Plan will ensure that EEREs future workforce will have the necessary 
skills and competencies, and the right people in the right place in the right numbers to ac-
complish its mission. The ultimate goal is achievement of the EERE Business Vision which 
states:

EERE will achieve and continuously demonstrate managerial and operational excellence, be 
recognized as the model in Government for effective and effi cient program management, 
and be sought out by other organizations interested in improving their program manage-
ment performance.

The plan covers a 10-year time horizon (2013) and includes the entire EERE workforce.  It 
represents a systems approach to human capital improvement based on periodic workforce 
analyses and output/outcome measurement.  The goal will be achieved through implemen-
tation of the following integrated strategy:

EEREs Human Capital Strategy is to align human resources with the EERE Mission and Busi-
ness Vision.

To achieve and maintain alignment, EERE will:

• track the implementation and assess the benefi ts of the EERE reorganization, initiated 
in July 2002 to reduce the number of managers, organizational layers, and the decision-
making time, and to increase the number of employees performing direct work in plan-
ning and implementing EEREs programs;

• defi ne and maintain the essential work activities and competencies for accomplishing 
the EERE mission;

• compile, maintain, and use comprehensive workforce data from the EERE Workforce 
Analysis process;

• identify best work practices and implement the EERE “one-way” of doing business to 
enhance quality, empowerment, cooperation, effi ciency, and worker productivity;

• develop, update, and deliver tailored and targeted program management, project man-
agement, and other related training;

• implement the EERE Program Management Virtual University (PMVU), and publish an 
EERE Program Management Professional Development Roadmap; and

• develop and implement comprehensive succession and diversity plans.

The plan is dynamic and will be assessed and improved periodically or as conditions change 
to ensure its viability and effectiveness.
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EERE Workforce Plan
Background:  The Deputy Secretary has requested that each EERE Offi ce designate a De-
partmental President’s Management Agenda (PMA) Point-of-Contact and develop a Human 
Capital Management Strategy and a Workforce Plan to comply with the PMA initiative on 
the Strategic Management of Human Capital.  To this end, DOE has established a PMA Inter-
nal Scorecard for Human Capital Management and tracks related performance measures on 
a quarterly basis.

Purpose:  The purpose of this plan is to ensure that EEREs future workforce has the needed 
skills and competencies, and the right people in the right place in the right numbers to 
achieve its mission.

Scope:  This plan covers the period from the present to 10 years in the future (2013) and the 
entire EERE workforce in the Headquarters and the fi eld.  The plan is strategically focused 
and provides for continuous human capital improvement activity based on periodic work-
force analyses.  The EERE Business Vision is the ultimate goal.  This goal is attained through 
implementation of the EERE Human Resource Strategies, the centerpiece of which is the 
EERE Workforce Analysis (WFA) process.  Many of the plan’s elements are mutually reinforc-
ing e.g., the EERE Leadership Succession Planning is supported signifi cantly by the EERE 
Program Management 
Professional Develop-
ment Roadmap which, 
in turn, is supported 
by EERE Program 
Management Training. 
Progress toward goal 
attainment and strat-
egy implementation 
will be assessed regu-
larly through the EERE 
Strategic Measurement 
System.  This is repre-
sented schematically 
in the accompanying 
chart.
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I. EERE Human Capital Strategy

EEREs Human Capital Strategy is to align human resources with the EERE Mission and Busi-align human resources with the EERE Mission and Busi-
ness Vision in terms of numbers, levels, and characteristics (knowledge, skills, and abilities) 
of federal professional employees and supporting personnel.  To achieve and maintain this 
alignment, we will:

• continue to compile and update our core set of requisite organizational and individual 
work activities and competencies, which are aligned to and essential for accomplishing 
the EERE mission;

• continue to develop, update, and deliver tailored and targeted program management, 
project management, and other pertinent skills training;

• update and continue to implement the EERE PMVU, an automated skills self-assessment 
and training selection tool for use in preparing Individual Development Plans (IDP) 
which address skills gaps and needs for training to enable employees to achieve their 
performance objectives;

• maintain and periodically update comprehensive workforce data from the EERE WFA 
process to identify and close near-, mid-, and long-term gaps and misalignments of hu-
man resources;

• develop and publish an EERE Program Management Professional Development Roadmap 
and a Leadership Succession Program;

• continue to assess the implementation of the EERE reorganization, initiated in July 2002 
to reduce the number of managers, organizational layers, and decision-making time; to 
change the span of control; and to increase the number of employees performing direct 
work in planning and implementing EEREs programs; and

• continue defi ning the EERE “one-way” of doing business and establishing state-of-the-
art automated systems to assist employees in preparing and processing work.  These 
systems will feature embedded knowledge and standard data structures, input templates, 
interfaces, and algorithms.  Organizing, structuring, and defi ning our work (as described 
under EERE Business Vision, below) is integral and essential to our Human Capital Strat-
egy.  The resultant stability and consistency in how we approach our work will facilitate 
employee development. The end state EERE “one-way” of doing business will enhance 
quality, empowerment, cooperation, effi ciency, and worker productivity.
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II. EERE Business Vision

EEREs Business Vision is to achieve and continuously demonstrate managerial and operational 
excellence, be recognized as the model in Government for effective and effi cient program manage-
ment, and be sought out by other organizations interested in improving their program management 
performance. 

Excellence in business management is essential to accomplishing the EERE mission and 
goals.  Clear guidance has been provided by the National Academy of Public Administration, 
EEREs Strategic Program Review, and the President’s Management Agenda.  EEREs man-
agement challenges include successful restructuring, the strategic management of human 
capital, improving operational effectiveness and fi nancial performance, budget and perfor-
mance integration, and program management training and development.

Business Strategies:

• Full implementation of EEREs Strategic Management System (SMS), which provides an 
integrated corporate approach toward planning, budget formulation, program imple-
mentation, and program evaluation across the entire organization;

• Implementation of the EERE Program Management Initiative (PMI), which is a man-
agement curriculum that provides knowledge-based systems for all Program Managers, 
resulting in a fully certifi ed and trained program management corps;

• Implementation of a comprehensive reorganization that focuses on performance, reduc-
es organizational layers, and eliminates ineffi cient operational redundancies; and

• Implementation of OMBs Applied R&D Investment Criteria, a set of objective, perfor-
mance-based metrics that will help ensure that EERE program dollars are used effectively 
and effi ciently with clear program “off-ramp” or termination points.

III. EERE Workforce Restructuring 

A. EERE Reorganization

EERE reorganized in July 2002 to more effectively and effi ciently implement its busi-
ness model by:

• consolidating and integrating business management and providing a greater fo-
cus on program management;

• elevating corporate communications and outreach by directly reporting to the As-
sistant Secretary;

• relieving Program Managers and Technology Managers from excessive business 
management and “roving Ambassador” burdens;
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• reducing the number of managers, reducing the number of organizational lay-
ers, reducing the time it takes to make decisions, widening spans of control, and 
increasing the number of employees directly performing core, value-added func-
tions; and

• increasing interdependence and aligning functions to achieve greater cooperation 
effi ciencies from achieving process standardization.

B. EERE Workforce Analysis (WFA)

EEREs comprehensive WFA is currently underway.  The WFA approach calls for a 
complete assessment of EEREs current workload demand, comparison of demand 
against our existing workforce supply, identifi cation of staffi ng and workload gaps 
and/or overlaps, and determination of a corrective future course of action that re-
shapes the workforce and achieves the correct skills mix across EERE to meet short-, 
mid-, and long-term needs of the organization.  The results of this effort will become 
the foundation for future EERE workforce management and succession planning ef-
forts. 
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C. Voluntary Separation Incentive Authority Requests

Use of VSIPs in the Regional Offi ces

Congress has directed EERE to consolidate it’s six Regional Offi ces into EERE’s Project 
Management Center (PMC) with implementation by June 1, 2006.  Currently, 104 
FTEs support the six Regional Offi ces and a signifi cant number of those positions 
will be eliminated by the closure.  The Southeast, Northeast, Midwest, Central, Mid-
Atlantic, and Western Regional Offi ces will be closed.  The programs conducted by 
these offi ces will be consolidated into EERE’s PMC located in the Golden Field Offi ce 
and the National Energy Technology Laboratory (NETL) (Morgantown, WV and Pitts-
burgh, PA sites).  Offering VSIPs to those affected employees will greatly assist in con-
solidating EERE’s Regional Offi ces and lessen the number of adverse actions.

Use of VSIPs in Headquarters

EERE is continuing it’s efforts to restructure and eliminate positions identifi ed in the 
fi rst phase of it’s workforce analysis completed in July 2004.  Use of VSIPs in Head-
quarters will target positions for restructuring and succession planning purposes to 
address an aging workforce in its current project management, technical and business 
administration employee pool.  Restructuring those positions to lower grade levels for 
succession planning purpose will greatly assist Headquarters in attracting and retain-
ing the skills and expertise needed.   Therefore, VSIPs will greatly assist in succession 
planning to address an aging workforce in needed skills and expertise.

The surplus clerical and administrative positions identifi ed in Headquarters will be 
eliminated.  EERE’s reorganization in July 2002 created a Business Administration Of-
fi ce to centralize and support the business affairs of EERE programs.  In addition, the 
reorganization reduced organizational layers which reduced the need for clerical sup-
port.  This resulted in surplus clerical and administrative  functions in the new EERE 
business model.  Therefore, VSIPs will greatly assist EERE in eliminating obsolete posi-
tions in the clerical and administrative fi elds and avoid involuntary actions.

Use of VSIPs in the Golden Field Offi ce

The Golden Field Offi ce (GO) will target positions that will assist its efforts in succes-
sion planning and an anticipated skills imbalance.  Succession planning efforts are 
intended to address an aging workforce in its current project management, technical 
and business administration employee pool.  The targeted positions include mana-
gerial, supervisory, team lead and senior specialist positions.  The anticipated skills 
imbalance arises from the requirement for GO to take on some new project manage-
ment responsibilities under the Project Management Center concept, while ceding 
other project management responsibilities to NETL and Headquarters.  Backfi lls and 
restructuring of the resultant vacancies should greatly assist GO in attracting and 
retaining the skills and expertise needed to take on these new challenges.
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IV. EERE Program Management Professional Development 

A. EERE Senior Management Development Program (SMDP)

The EERE SMDP provides high-level targeted executive leadership developmental 
activities coupled with supplemental self-study to enhance individual executive com-
petencies and to increase awareness and understanding of public policy, programs, 
and issues with an EERE emphasis.  Candidates who successfully complete the pro-
gram will enhance their qualifi cations and competitive standing for leadership and 
senior management positions in EERE.

SMDP is a 9-14 month part-time program in which participants attend one Executive 
Leadership Program at a major academic institution and perform one developmental 
assignment, generally 90-120 days, inside and/or outside the Offi ce of Effi ciency and 
Renewable Energy.  Applicants must be in the Federal civilian workforce in a perma-
nent position at the GS-14/15 or equivalent level in the Offi ce of Energy Effi ciency 
and Renewable Energy.

As of September 30, 2005 ten candidates have been selected for entry and are partici-
pating in the fi rst round of the program.  Subsequent rounds will be implemented 
upon completion of the current cycle depending on succession planning needs and 
available resources.  

 B. EERE Program Management Professional Development 
 Roadmap

Using the knowledge, skills, and abilities developed for the EERE Program Manage-
ment Virtual University, EERE will develop and publish an EERE Program Man-
agement Development Roadmap to ensure EERE employees are well prepared as 
visionary, innovative, and results-oriented professionals to meet the unprecedented 
program management challenges of the future.  The roadmap will provide detailed 
and comprehensive educational and experiential pathways, with which aspiring 
EERE employees will manage their own professional development in order to advance 
through increasingly challenging positions and assignments.  The resultant cadre of 
highly motivated and effective program management professionals will provide the 
means to achieve the EERE Business Vision (above) and provide a qualifi ed pool of 
candidates for Leadership Succession.

 Action Completion Date Evidence of Completion

Draft Purpose and Scope  Oct 15, 2004  Complete Document statements

Develop the roadmap  Complete Documented roadmap

Develop equivalency guidelines  Complete Documented equivalency
   guidelines

Disseminate roadmap and equivalency guidelines Dec 1, 2005 Signature/E-mail indicating
   approval

 Action Completion Date Evidence of Completion

Draft Purpose and Scope  Oct 15, 2004  Complete Document statements

Develop the roadmap  Complete Documented roadmap

Develop equivalency guidelines  Complete Documented equivalency
   guidelines

Disseminate roadmap and equivalency guidelines Dec 1, 2005 Signature/E-mail indicating
   approval

 Action Completion Date Evidence of Completion

Draft Purpose and Scope  Oct 15, 2004  Complete Document statements

Develop the roadmap  Complete Documented roadmap

Develop equivalency guidelines  Complete Documented equivalency
   guidelines

Disseminate roadmap and equivalency guidelines Dec 1, 2005 Signature/E-mail indicating
   approval
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V. EERE Program Management and Project Management Training

A. EERE Tailored and Targeted 
Courses

1. EERE Program Management Overview EERE Program Management Overview 
Course ImplementationCourse Implementation

The EERE Program Management Overview 
Course has been developed and is being 
offered on a monthly basis to all EERE em-
ployees in Headquarters and the fi eld.  This 
three-day course introduces students to the 
why and what of EEREs mission, environ-
ment, program management policies and 
practices, organization, business model, 
Strategic Management System, and tools.  
Instructors are drawn from senior EERE man-
agement and staff.

EERE Program Management

Virtual University

EERE Program

Management

Overview Course

EERE ProgramEERE ProgramEERE Program

ManagementManagementManagement

Overview CourseOverview CourseOverview Course

Participant's Guide

n f E r
rg and Re ew ble Energy

September 21-23, 2004

 Action Completion Date Evidence of Completion

Revise course to enhance training Jan 31, 2004 Revised student 
effectiveness through addition of 
appropriate exercises, case guide

Manage course logistics Ongoing Courses delivered on time with   
  instructors for each module and   
  comprehensive up-to-date materials

Deliver courses as scheduled Feb, Mar, Apr, May,  All courses delivered on time.  160 
 Jun, Jul, Sep 2004 additional students trained by Sep 2004

Compile, analyze, and report feedback Ongoing Feedback documentation provided to
from students  EERE leadership and subject matter  
  experts

Revise and update course as required Ongoing Course materials up-to-date

Coordinate and reconcile and/or  Ongoing Intermediate-level courses follow 
combine course with intermediate-level   seamlessly from Overview course or
courses being developed  are combined with Overview course

 Action Completion Date Evidence of Completion

Revise course to enhance training Jan 31, 2004 Revised student 

Manage course logistics Ongoing Courses delivered on time with   
  instructors for each module and   
  comprehensive up-to-date materials

Deliver courses as scheduled Feb, Mar, Apr, May,  All courses delivered on time.  160 
 Jun, Jul, Sep 2004 additional students trained by Sep 2004

Compile, analyze, and report feedback Ongoing Feedback documentation provided to
from students  EERE leadership and subject matter  
  experts

Revise and update course as required Ongoing Course materials up-to-date

Coordinate and reconcile and/or  Ongoing Intermediate-level courses follow 
combine course with intermediate-level   seamlessly from Overview course or
courses being developed  are combined with Overview course

 Action Completion Date Evidence of Completion

Revise course to enhance training Jan 31, 2004 Revised student 

Manage course logistics Ongoing Courses delivered on time with   
  instructors for each module and   
  comprehensive up-to-date materials

Deliver courses as scheduled Feb, Mar, Apr, May,  All courses delivered on time.  160 
 Jun, Jul, Sep 2004 additional students trained by Sep 2004

Compile, analyze, and report feedback Ongoing Feedback documentation provided to
from students  EERE leadership and subject matter  
  experts

Revise and update course as required Ongoing Course materials up-to-date

Coordinate and reconcile and/or  Ongoing Intermediate-level courses follow 
combine course with intermediate-level   seamlessly from Overview course or
courses being developed  are combined with Overview course
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2. EERE Project Management CourseEERE Project Management Course

The EERE Project Management Intermediate-level Course is being developed to intro-
duce all EERE employees in Headquarters and the fi eld to the principles and practices 
of EERE project management of R&D and Technology Deployment projects. The 
course will be presented monthly.  Instructors will be drawn from senior manage-
ment in EEREs project management offi ces in Golden, CO and the National Energy 
Technology Laboratory (NETL).

 Action Completion Date Evidence of Completion

Conduct background research to determine specifi c  Complete EERE project management
EERE project management philosophy, policy,  system documented
operating model, roles and responsibilities,
procedures and practices

Draft and vet training purpose and scope and Complete Approved statement of scope 
receive approval for course development  and purpose

Draft course outline for discussion with subject 
matter experts Complete Draft outlines

Engage EERE subject matter experts to determine 
course parameters: content, length, instruction, 
exercises, etc. parameters documented Complete Discussions held and 

Develop course content Complete Course content

Receive approval for course pilot Complete All issues resolved

Conduct pilot Complete Pilot completed

Revise course based on feedback from pilot Complete Revisions documented

Implement course Ongoing Regular course delivery

 Action Completion Date Evidence of Completion

Conduct background research to determine specifi c  Complete EERE project management
EERE project management philosophy, policy,  system documented

Draft and vet training purpose and scope and Complete Approved statement of scope 
receive approval for course development  and purpose

matter experts Complete Draft outlines

exercises, etc. parameters documented Complete Discussions held and 

Develop course content Complete Course content

Receive approval for course pilot Complete All issues resolved

Conduct pilot Complete Pilot completed

Revise course based on feedback from pilot Complete Revisions documented

Implement course Ongoing Regular course delivery

 Action Completion Date Evidence of Completion

Conduct background research to determine specifi c  Complete EERE project management
EERE project management philosophy, policy,  system documented

Draft and vet training purpose and scope and Complete Approved statement of scope 
receive approval for course development  and purpose

matter experts Complete Draft outlines

exercises, etc. parameters documented Complete Discussions held and 

Develop course content Complete Course content

Receive approval for course pilot Complete All issues resolved

Conduct pilot Complete Pilot completed

Revise course based on feedback from pilot Complete Revisions documented

Implement course Ongoing Regular course delivery
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B. EERE Program 
Management 
Virtual 
University

The EERE PMVU is an 
online tool kit that allows 
the EERE user to identify 
his/her program manage-
ment training needs, to 
identify and select train-
ing opportunities to ad-
dress those needs, and to 
use the information gath-
ered to prepare a mean-
ingful IDP using the DOE 
Automated IDP process.

The PMVU is a tool for all EERE employees.  It provides general program and proj-
ect management curricula for individuals with little experience who would like a 
structured pathway to developing program and project management skills.  For the 
experienced practitioner, the PMVU provides training courses cataloged to specifi c 
Knowledge, Skills and Abilities (KSAs) to facilitate their continued education and 
professional development.

VI. EERE Performance Measures

EERE is planning and will develop a comprehensive, strategic measurement system with a 
balanced set of performance and improvement metrics.  This system will identify perfor-
mance drivers and their expected impact on EERE mission success.  Since the EERE work-
force is its primary operating asset, the measurement system will include workforce capabil-
ity, motivation, fl exibility, productivity, and other measures with which to determine the 
effectiveness of the workforce.  These measures will be used to support workforce analysis 
and management decision-making relative to recruitment, staffi ng, retention, morale, 
knowledge/skills/abilities, and other signifi cant workforce parameters.
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 Action Completion Date Evidence of Completion

Convene the EERE Performance Feb 2004 Evaluation Plan developed and 
Management Task Group to develop the  documented
Evaluation Plan

Evaluate and select the measurement TBD Evaluation conducted and model 
model to be applied within EERE  selected

Select existing measures and develop TBD Performance measures chosen and
new measures as required by the model  areas to be measured identifi ed

Implement the EERE Performance TBD Performance measures developed
Measurement Improvement Process  and data collected and analyzed
Model  consistent with the Plan; results
  characterized and presented to EERE

Solicit feedback on, and evaluate the TBD Impact assessed and results reported
effectiveness of, the EERE Performance 
Measurement Improvement Process Model

Modify or improve the EERE Performance TBD Decisions to modify or improve Model
Measurement Improvement Process Model  documented

 Action Completion Date Evidence of Completion

Convene the EERE Performance Feb 2004 Evaluation Plan developed and 
Management Task Group to develop the  documented

Evaluate and select the measurement TBD Evaluation conducted and model 
model to be applied within EERE  selected

Select existing measures and develop TBD Performance measures chosen and
new measures as required by the model  areas to be measured identifi ed

Implement the EERE Performance TBD Performance measures developed
Measurement Improvement Process  and data collected and analyzed
Model  consistent with the Plan; results
  characterized and presented to EERE

Solicit feedback on, and evaluate the TBD Impact assessed and results reported

Modify or improve the EERE Performance TBD Decisions to modify or improve Model
Measurement Improvement Process Model  documented

 Action Completion Date Evidence of Completion

Convene the EERE Performance Feb 2004 Evaluation Plan developed and 
Management Task Group to develop the  documented

Evaluate and select the measurement TBD Evaluation conducted and model 
model to be applied within EERE  selected

Select existing measures and develop TBD Performance measures chosen and
new measures as required by the model  areas to be measured identifi ed

Implement the EERE Performance TBD Performance measures developed
Measurement Improvement Process  and data collected and analyzed
Model  consistent with the Plan; results
  characterized and presented to EERE

Solicit feedback on, and evaluate the TBD Impact assessed and results reported

Modify or improve the EERE Performance TBD Decisions to modify or improve Model
Measurement Improvement Process Model  documented
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VII. EERE Knowledge Management 

A. EERE Corporate Planning System

EERE has developed and is refi ning an automated management information and 
employee work aid system to help manage, monitor, and develop congressional bud-
get requests, spend plans, budgets, project data, R&D portfolios, and other key work 
processes and products.  It also supports the development of multi-year program 
planning, annual operations planning, and automated fi nancial and work authoriza-
tion document preparation and transmission.  The system allows the user to create 
and manage portfolios in real time, tie projects and milestones to fi scal year budgets, 
and track contract information for the organizations and individuals; and allows fi eld 
personnel to review and modify portfolio information.  The system stores a range of 
necessary data and information, such as DOE investments, carryover, and cost-share; 
GPRA energy benefi ts; total project development time; and technical progress.  Other 
information, such as quarterly and fi nal reports, can be uploaded and addressed 
through the system.  The goal is to provide a seamless operational and managerial 
link between all EERE program and project-level activities, and to defi ne and manage 
operational roles and responsibilities among Program Managers, Technology Manag-
ers, Budget Analysts, and Project Managers in the fi eld.
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B. EERE Program and Project Management Guides

We have developed and issued a comprehensive Program Management Guide (PM 
Guide) to provide guidance and instruction to all EERE employees, including Pro-
gram Managers, Program Planners, Budget and Evaluation Analysts, and other pro-

gram support personnel.  The PM Guide 
is intended as both a learning tool for 
those developing their program manage-
ment knowledge and skills and a reference 
source for experienced practitioners.  The 
PM Guide uses the structure of the EERE 
Business Model and Management System 
to ensure that programmatic and business 
activities throughout EERE are cohesive 
and coherent.  As a “living” document, the 
Guide is updated frequently to incorporate 
policy, procedure, and instruction changes 
and enhanced to include additional guid-
ance and instruction as the need becomes 
apparent.

As a complement to the EERE Program 
Management Guide, we are also developing 
an EERE Project Management Guide.  This 
document will assist and instruct EERE Proj-
ect Managers and support personnel in all 
phases of project management from incep-
tion through completion and close-out.

EERE Program

Management

Guide

EERE ProgramEERE ProgramEERE Program

ManagementManagementManagement

GuideGuideGuide

A Reference Manual
for

Program Management

May 2004

ew ble Energy
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VIII. EERE Management Action Plan (MAP)

EERE has developed a corporate-level Action Plan to facilitate implementation of the reorga-
nization and establish change initiatives aimed at improving program effi ciency and out-
put. These results should translate to reduced need for Human Capital.  Major improvement 
areas are the following:

1. Uncosted Obligations:  By identifying funds lying idle in uncosted obligations, EERE may 
by able to redirect funds to activities that can provide more immediate results.

2. State Program Issues:  Simplifi cation of application and reporting requirements along 
with meaningful performance indicators for evaluation purposes should improve the 
performance and results of state programs.  The simplifi ed processes also should reduce 
the time required by EERE staff and applicants to implement these programs.

3. Work Packaging:  Consolidate work into larger, strategically signifi cant packages that 
could improve EEREs ability to measure and demonstrate mission accomplishments.  
EERE believes that this should signifi cantly reduce the number of transactions it executes 
each year, which should reduce the burden on EEREs project and procurement resources, 
as well as on private sector recipients.

4. Strategic Use of National Laboratories:  Determine when it is best to use a laboratory as a 
contracting agent versus when it is best to contract directly through federal procurement 
offi ces.  EERE estimates that substantial savings in program funds may be realized by 
reducing EEREs use of national laboratories as contracting agents.

The full impact on EEREs Human Capital will be assessed once these action items are com-
pleted.

IX. EERE Strategic Diversity Planning

The draft EERE Diversity Plan is shown below.  It has been developed to ensure that, as EERE 
moves forward to implement the President’s Management Agenda Initiative on Strategic 
Management of Human Capital, the number of women and minorities will progressively in-
crease to ensure that underrepresentation is eliminated.  The EERE Diversity Plan is aligned 
with and integral to the other provisions of the EERE Workforce Plan.
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EERE Diversity Plan

Background

EEREs current workforce diversity statistics indicate that 
28% of EEREs positions are occupied by minorities and 
43% of EEREs positions are occupied by women.  Of the 86 
leadership positions (SES, Supervisory and Team Leaders) 
in EERE, minorities and women comprise 12 positions and 
20 positions respectively.  EERE management continues to 
support the development of minorities and women in its 
workforce and will focus its efforts in improving the rep-
resentation of women and minorities in project/program 
management operations, science and engineering profes-
sions, and in its leadership positions.

Recruitment Strategies

GOAL: Increase the number of women and minorities for entry- to mid-level 
project management and science/engineering positions.

Action:  Identify and use all available recruitment 
strategies to enhance diversity in EEREs workforce in 
entry- to mid-level positions:

• Establish listing for advertising to underrepresented 
groups through sending vacancy announcements to 
Historically Black Colleges & Universities, Hispanic 
Serving Institutions and Tribal Colleges and Universi-
ties;

• Participate in Departmental and external diversity 
recruitment activities;

• Participate in Departmental Special Emphasis Pro-
grams led by the Offi ce of Economic Impact and 
Diversity and the Offi ce of Management, Budget and 
Evaluation (e.g., Summer Diversity Program); and

• Participate in recruiting candidates under the Presi-
dent’s Management Fellowship Program focusing on 
attracting underrepresented groups.
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GOAL: Increase the number of women and minorities in high-level project/ 
program management, science and engineering, and in leadership 
positions.

Action:  Formalize internal listing for advertising to underrepresented groups 
through sending vacancy announcements to professional associations and 
publication that would include venues specifi cally related to EERE energy 
technology programs, (e.g., Geothermal...).  Continue using Department’s 
recruitment source guide.

Employee Development and Succession Strategies

GOAL: Increase the number of eligible women and minorities represented in 
leadership pool through employee development and succession planning.leadership pool through employee development and succession planning.leadership pool through employee development and succession planning

Action:  Fully implement EEREs Program Management Development and 
Certifi cation Program for developing current staff in order to increase the number 
of women and minorities eligible for leadership positions.

In order to retain and develop its current workforce, EERE is developing a 
“Program Management Professional Development Roadmap (see Section V, 
page 5).

EERE has developed a Workforce Plan that evaluates workforce needs up through 
the year 2013.  EERE recently completed phase one of their workforce analysis (see 
Section III B, page 4), which identifi es mission-critical immediate and near-term 
workforce needs to be accomplished by the end of FY 2005.  Phase two will be 
completed by December 2004.

GOAL: Increase the number of eligible women and minorities for mid- to higher-
level positions through career development planning.

Action:  Use EEREs PMVU to offer opportunities for a structured career 
development pathway relating to EEREs project/program management 
operations.
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EEREs Program PMVU is a component of EEREs management training.  This 
online tool kit allows the EERE user to identify program management training 
needs, identify and select training opportunities to address those needs and 
to use the information gathered to prepare a meaningful IDP using the DOE 
automated IDP process.  The PMVU is a tool for all EERE employees and provides 
general program and project management curricula for individuals with little 
experience who would like a structured pathway to develop program and project 
management skills.  It also assists experienced practitioners to continue their 
education and professional development.

Action:  Use EEREs “Employee Training and Development Policies’ Standard 
Operating Procedures” to increase opportunities for career development in all 
categories.

EERE is developing an “Employee Training and Development Policies’ Standard 
Operating Procedures” in order to fund employee training and to assist in 
achieving EEREs mission and performance goals by improving employee and 
organizational performance.  The intent is to promote and assist EERE employees 
in fi nding internal and external training opportunities and assist in their career 
development planning.  This training includes the PMVU, to determine program 
management learning needs, and identify and select appropriate training 
opportunities for incorporation into IDP.  EERE Program Managers are directly 
responsibility for training and development of employees and are required to 
develop program offi ce annual training outlines and work closely with employees 
to develop IDPs.
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